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The overall objective of this study was to examine 
sources of stress among professional men and women in the 
workplace. To reach this goal, the following objectives 
were addressed: (a) did women experience higher levels of 
stress in comparison to men; (b) are multiple role demands a 
contributing factor to job stress; (c) do women have a lack 
of control, power and resources; (d) stress in the workplace 
impacts age, marital and parental status. 
A descriptive research design was used in this study. 
A population of 15 women and 15 men responded to a 36-item 
questionnaire regarding the level of stress among 
professional men and women in the workplace. 
The results of the study revealed that women are more 
stressed in a professional setting when compared to men. 
Hence, women deal with more potential sources of stress and 
stereotypes in the workplace. A T-test was given to 
determine the stress level among women and men in the 
workplace which accepted the hypothesis. 
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Professionals in a clinical setting can breakdown 
from experiencing an extreme amount of stress. Under 
conditions of overwhelming stress, even a previously stable 
person may develop temporary (transient) psychological 
problems and loss of the capacity to gain pleasure from 
life.1 The breakdown may be sudden or gradual. A person 
usually recovers from stress once the stressful situation 
has decreased, but in some cases stress can be long lasting 
and may require treatment. Stress can also effect a 
person's emotional and physical wellbeing, which may affect 
their job performance. This study will determine if women 
experience higher levels of stress in a clinical setting 
than men. 
Since the second half of the twentieth century women 
have moved into the paid workforce. This has caused some 
reversal of roles for husbands and fathers in the home. 
Still women continue to carry the larger workload at home, 
making them candidates for poorer physical and mental health 
xRobert C. Carson, James N. Butcher, and Susan Mineka, 
Psychology and Modern Life. 10th ed. (Durham, NC: Addis 
Wesley Longman Inc., 1998), 119. 
1 
2 
arising from work, family role conflict, role strain, and 
fatigue from sheer overwork.2 Stress has contributed to an 
increase in "stress claims" in employee benefits and 
unemployment insurance during the last decade. 
Approximately, sixty-eight billion dollars annually is lost 
due to absences from work. Stress claims cost up to ten 
percent of a company's earnings, and health care 
professionals reporting that up to ninety percent of 
patients complain of stress-related symptoms and 
disorders.3 According to the National Institute of 
Occupational Safety and Health, psychological disorders are 
among the ten leading work-related impairments in the United 
States, accounting for 15 million dollars in disability and 
lost compensation.4 
Women are under stress in the workplace and the 
environment is full of potential stressors. However, there 
is a need to examine how women and men professionals differ 
in experiencing stress in the workplace. Clinical setting 
could benefit from knowing specific sources of stress in the 
workplace and they should be aware of contributing dangerous 
and stressful situations. It is very important that 
Gwendolyn P. Keita and Joseph Hurrell, Stress in a 
Changing Workforce (Washington, DC: American Psychological 
Association, 1996), 7. 
Virginia M. Gibson, "A Hidden Cost Factor," Stress in 
the Work Place 70 (January 1993): 15-16. 
4Keefe Thomas, "The Stresses of Unemployment," Social 
Work 29, no. 1 (May/June 1984): 263. 
3 
professionals have knowledge of specific stressors to 
decrease the stress in the workplace so they can perform 
their clinical skills effectively. 
Statement of the Problem 
What causes professional women to experience higher 
levels of stress in the workplace in comparison to 
professional men? The extent to which women experience 
additional unique sources of stress compared to men is the 
primary focus. This exploratory will specifically examine 
stress levels among professional men and women in the 
workplace. 
Significance/Purpose of the Study 
There is an enormous amount of research about stress, 
but there is little mentioned about levels of stress in 
relation to women compared to men in a clinical setting. 
The lack of support for gender differènces in occupational 
stress is in contrast to a relatively long tradition of 
findings in which women have fared more poorly than men on a 
mental health measures.5 In addition, women have been 
shown to have higher rates of morbidity and to use doctors 
more than men, but to have greater longevity.6 Working in 
a clinical setting can be very challenging and stressful. 
5Barnett R. C. Biener and G. K. Baruch, Stress and 
Stress (New York: Free Press, 1987), 7. 
6Ibid., 8. 
As professional, it is extremely important to recognize 
potential stressors in the workplace because professionals 
are carrying large caseloads of patients and it would be 
very difficult to provide effective treatment if 
professionals are experiencing stress. Therefore, the more 
knowledge professionals have about stress the better their 
chances are in delivering affective treatment to the 
patients they serve. 
CHAPTER TWO 
REVIEW OF LITERATURE 
Stress 
Stress has been around since the 14th century and 
perhaps the most common problem of everyday life. The term 
"stress" is so ubiquitous that it is used as a noun when we 
talk about being under "stress," as a verb when events are 
"stressing" us and as an adjective when modern life has 
become "stressful".1 Stress was first introduced into the 
allied health sciences in 1926 by Hans Selye, a medical 
student at University of Prague. Hans is known as the 
father of stress research. He was the first to incorporate 
the idea of a non-specifics bodily reactions to many types 
of demands in his book, The Stress of Life. Hans also 
discovered the General Adaptation Syndrome (GAS), it focused 
on the body reactions to sustained and excessive stress, 
namely: (a) alarm reaction, the body's defensive forces are 
called to arm by the activation of the autonomic nervous 
system; (b) stage of resistance, the biological adaptation 
is at the maximum level in terms of bodily resources used; 
^ose R. Randall and Elizabeth M. Altmarier, 




and (c) exhaustion, the body resources are depleted and the 
organism loses its ability to resist so that further 
exposure to stress can lead to illnesses and death.2 
Stress can have negative impacts on a person's mental 
and physiological functioning. Stress is often an 
unpleasant emotional, physical, and/or cognitive experience 
associated with elements of fear, dread, anxiety, 
irritation, annoyance, anger, sadness, grief, and 
depression.3 Stress occurs when the individual perceives 
that the demands of a situation may exceed one's 
capabilities of dealing with them and when there is a 
substantial difference between rewards from meeting the 
demands and cost of succumbing to them.4 Stress can be 
broken down into positive stress, eustress. and negative 
stress, disstress. (stress during a wedding can be eustress 
and during a funeral, disstress).5 For some professionals, 
stress motivates and challenges them to excel; this is 
eustress. For others stress can affect their functioning 
mentally and physically. Therefore, it is extremely 
2Hans Selye, The Stress of Life (New York: McGraw-Hill, 
1976). 
3L. R. Hurrell and S. L. Murphy, Occupational Stress: 
Issues and Development in Research (New York: Taylor & 
Francis, 1995), 36. 
4D. L. Nelson and M. A. Hitt, Employed Women and Stress 
(New York: Free Press, 1992), 55. 
“Robert C. Carson, James N. Butcher, and Susan Mineka, 
Abnormal Psyghology and Modern Life, loth ed. (Duke 
University: Addison-Wesley Longman Inc., 1998), 119. 
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important to examine potential sources of stress in the 
workplace, in order to prevent unhealthy, physical, 
psychological, and behavioral outcomes for professionals in 
the workplace. 
Although stress is one of the main psychological 
disorders responsible for work-related impairments, 
stressors were associated with substantial strains, such as 
job tension, job dissatisfaction, lack of trust, confidence 
and respect.6 Therefore, stress can be a serious threat to 
the overall wellbeing of professions and the workplace. 
The consequences of job stress can be categorized as 
physical, psychological and behavioral.7 Physical 
consequences of job stress include coronary heart disease, 
neuroses, and ulcers, cancer, asthma, hypertension, 
backaches, and drug and alcohol abuse.8 Psychological 
consequences of stress include anxiety, depression, and job 
dissatisfaction.9 Common behavioral effects of stress are 
6S. G. Haynes and M. Feinleib, "Women, Work and 
Coronary Heart Disease: Prospective Findings From the 
Framingham study," American Journal of Public Health 70 
(1990): 133. 
7T. Beehr and J. Newman, "Job Stress, Employee Health, 
and Organizational Effectiveness: A Facet Analysis, Model 





violence in the workplace, eating disorders, family 
problems, and accidents.10 
Burnouts 
Burnouts are also related to occupational stress. 
Burnouts occur as a result of ongoing stress.11 The first 
component of burnouts is physical exhaustion. Individuals 
in this component experience intense weariness, lack of 
sleep, low energy, chronic fatigue and weakness. The second 
component is emotional exhaustion. Workers experience 
depression, helplessness, and hopelessness. The third 
component is mental exhaustion. Negative attitudes toward 
work, clients, and fellow workers can "spill over" to family 
and friends. 
The consequences from burnout according to Rogers and 
Dotson, can cause the workers to leave their job or 
profession. Other workers who are burnout remain in their 
jobs, gradually losing any enthusiasm for it and for their 
own personal and professional development.12 
10Joan Arches, "Social Support, Burnout, and Job 
Satisfaction," Social Work 36, no. 3 (May 1991): 46. 
X1J. C. Rogers and S. C. Dodson, "Burnouts in 
Occupational Stress," The American Journal of Occupational 




In the 1950's, a team of medical scientists 
investigating the role of various risk factors in heart 
disease discovered that certain cases of heart attacks could 
not be explained by conventional medical reasons, such as 
family history of heart disease or history of high blood 
pressure.13 The researcher focused on personality and 
emotions and how it related to heart disease, and developed 
a concept called Type A Behavior Pattern. 
Type A Behavior Pattern have three components. The 
first is a sense of time urgency to complete more and more 
in less time. The Type A's do more than one thing at a time 
and they are very impatient. The second component is 
aggressive striving. This is a drive to achieve, ignore 
others' feelings, and they are very competitive at work, 
home, and during leisure time. The third component is high 
levels of hostility. Type A's are very resentful and 
suspicious toward others and may easily be angered by 
others. However, Type A Behavior Patterns are more likely 
to experience stress based on how they review the world. 
Measurement of Stress 
There are three types of diagnostic measures used to 
collect data on job stress: physiological, behavioral, and 
“Randall R. Ross and Elizabeth M. Altmaier, 
Occupational Stress (California: Sage Publications, 1994), 
19. 
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self-report measures. Physiological measures include 
nervous system, such as increased heart rate, sweating, 
breathing, blood pressure, and muscle tension. Blood 
pressure and heart rate are the most common used because 
training and equipment requirements are accessible and easy 
to use. Behavioral measures include measuring employee's 
behavior such as absences, tardiness, and accidents on the 
job. This particular measurement avoids biases unless the 
behavior is measured incorrectly. Self-report measures 
include questionnaires, surveys, and interviews that require 
people to report their stress on the job. Questions are 
most often used in self-reports because it is easy to use 
and straightforward in determining if people are stressed. 
Self-report and behavioral measurements are used the most in 
measuring job stress. These two types of measurement have a 
weakness because hormones change over a 24-hour period. 
Different types of stress measurements sometimes do 
not have the same results. Even if potential biases are 
controlled, researchers have found little convergent 
validity among different stress measures. 
Stressful Job Demands 
There are five types of demands that have been 
identified as sources of stress that could affect employees 
work such as task demands, physical demands, role demands, 
interpersonal demands and career development. 
11 
Task Demands 
A person's job is defined by tasks and activities 
they are assigned. Jobs that demand too much from employees 
such as skills, knowledge, and experience can cause stress 
for an employee. Those employees in situations which 
underutilized their skills and abilities, such as in 
repetitive work situations, can be very stressful and lead 
to boredom, shifts in attention, and associated 
physiological problems.14 Other sources of stress include 
qualitative overload and underload. Quantitative overload 
and underload occur when the employee has been given too 
many or too few tasks to complete in a given period of 
time.15 Overload occurs when an individual cannot complete 
a given task. Underload occurs when an individual does not 
have the skill and potential. Another work overload factor, 
overtime, has been connected with stress and ill health.16 
These studies indicate that a relationship exists between 
working 50 or more hours a week and the risk of coronary 
14L. R. Murphy Quick and J. J. Hurrell, Stress and Well 
Being at Work: Assessments and Intervention for Occupational 
Mental Health (Washington, DC: American Psychological 
Association, 1994), 123. 
15J. M. Ivancevich and M. T. Matteson, Stress and Work 
(Glenview: Scott, Foresman, and Co., 1980), 43. 
16C. Brollier, "Occupational Therapy Management and Job 
Performance of Staff," Contemporary World Issues (1994): 67. 
12 
heart disease and psychological dysfunction.17 Task 
demands may be stressful for men because they are viewed as 
strong forces for getting the job done correctly.18 The 
pressure to ensure that the organization is successful and 
competitive may at times lead men to take on excessive tasks 
and become workaholics.19 Task demands may also be 
stressful for women because they are often in fields that 
require repetitive motion or tasks that are monotonous, 
uncreative and rigid. Evidence suggests that these job 
level task demands have detrimental effects on the 
psychological and physical health of women, such as 
increased anxiety and depression.20 
Physical Demands 
Stressors associated with physical conditions at work 
elicit consistent stress responses. Physical demands 
include noise, vibration, temperature variation, humidity 
levels and ventilation, lighting and illuminations levels, 
hygiene factors and climate.21 Ivancevich and Matteson 
17R. S. M. Schuler, "An Integrative Transactional 
Processes Model of Stress in Organizations," Journal of 
Occupational Behavior 34 (1992): 134. 
18Ibid., 135. 
19D. T. DeCarlo and D. H. Gruenfeild, Stress in the 
American Workplace: Alternatives for the Working Wounded 
(Fort Washington: LRP Publication, 1989), 25. 
2°V. F. Nieva and B. A. Guteka, Women and Work: A 
Psychological Perspective (New York: Praeger, 1981), 86. 
21Ivancevich and Matteson, Stress and Work. 84. 
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suggest that excessive noise (approximately 80 decibels and 
above) on a reoccurring prolonged basis can induce 
stress.22 Related research identified unpleasant working 
conditions due to noise as a significant predictor of job 
dissatisfaction.23 A clean and orderly work environment 
influences workers satisfaction. Also, air quality and 
noise are related increased symptoms of depression, memory 
loss, and headaches.24 
Role Demands 
Roles are typically defined in terms of the 
expectations of an individual or group of individuals.25 
There are two roles that are found to be stressors for 
workers, they include role conflict and role ambiguity. 
Role conflict is said to exist whenever compliance with one 
set of roles pressures make compliance with another set of 
roles pressures objectional or impossible.26 Role 
ambiguity is defined as a job situation in which there are 
22 Ibid., 85. 
23J. J. Hurrell, Jr., L. R. Murphy, S. L. Sauter, and 
C. L. Cooper, Occupational Stress: Issues and Development in 
Research (New York: Taylor and Francis, 1995), 87. 
24Ibid. 
2SD. Shapiro and D. Brown, "The Delineation of the Role 
of Entry Level Personnel," American Journal of Occupational 
Therapy 35 (1981): 306. 
2SBeehr and Newman, "Job Stress, Employee Health, and 
Organizational Effectiveness," 133. 
14 
inadequately or misleading pieces of information about how 
an individual is suppose to do the job.27 
The primary source of job stress under role demands 
emerges from a lack of person-job environment, role 
conflict, role ambiguity, role overload, under-utilization 
of valued skills and resources inadequacy.28 Some research 
suggests that role conflict and role overload present 
particular difficulties for working women because of their 
traditional roles as mothers, homemakers, wives, and 
professionals.29 The relationship between the number of 
roles occupied by women is mediated by the support they get 
from their supervisors and families, but the relationship 
between multiple roles and job stress is in need for further 
research. 
Interpersonal Demands 
The quality of relationship that employees have at 
work has consistently been linked to job stress. 
Individuals have different personality and behavioral 
characteristics that will interpret stress as a source of 
stimulation (positively stressful) or a source of 
aggravation and irritation. Five interpersonal stressors 
27Ibid., 669. 
28N. Gupa and T. A. Beehr, "Job Stress and Employees 




that have an affect on social relationships at work: status 
congruence, social density, abrasive personalities, 
leadership style and group pressure.30 
Social status is based upon many factors such as 
education, family background, technical competence, 
professional accomplishment, memberships in associations and 
clubs, income level as well as formal positions and 
responsibilities.31 Individuals of higher status in the 
workplace appear to have more privileges than those of low 
status. Relationships with superiors at work can also be 
stressful and mistrust of a supervisor's intentions can lead 
to role ambiguity and low job satisfaction.32 Supervisors 
who ignore interpersonal needs and feelings of employees can 
cause stress in the workplace. 
Social incongruence may also occur when a person is 
believed to have a status to which they are not entitled.33 
This may cause insecurity in the workplace. This may be 
also true for women who suffer from discrimination when they 
advance to higher levels in the workplace. Others may feel 
3°Ibid., 375. 
31M. Frankenhaeuser and B. Gardell, "Underload and 
Overload in the Working Life," Journal of Human Stress 2 
(1976): 36. 
32J. French and R. Caplan, "Organizational Stress and 
Individual Strain," in The Failure of Success, ed. À. J. 
Marrow (New York: AMA Committee, 1987), 49. 
33Ibid., 54. 
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they received the position because of their minority status 
and not their ability. 
Career Development 
Changing jobs to pursue a better career can be a 
contributor to stress in the workplace. It is those aspects 
of the individual's interaction with the organization 
environment that influences the employees' perception of the 
quality of their progress in their career.34 
Career choices can serve as stressors which cause 
concern, anxiety and frustration. Fear that promotion is 
out of reach and generally dissatisfaction with the match 
between career aspirations and the current level of 
attainment has been linked to job stress and illness.35 
Career development is often stressful for women and 
minorities because they feel threatened by their coworkers 
in the majority groups.36 Women often feel they have to 
work twice as hard to prove they are equally capable of 
succeeding. These concerns result from a combination of 
their perception of themselves and the perceptions of what 
34Ivancevich and Matteson, Stress and Work. 235. 
35Ibid., 238. 
36S. P. Glowinski and C. L. Cooper, Managers and 
Professionals in Business/Industrial Setting; The Research, 
Evidence (New York: Sage Publication, 1987), 23. 
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they think management and coworkers have of them.37 Women 
career development also include the lack of mentoring and 
stereotypes. 
Lack of Mentors 
Mentoring is defined as a relationship between less 
experienced employee (protégé) and more experienced ones 
(mentor).38 The mentor role is to provide direction, 
information, support, and advice to protégé. Since women 
face greater organizational and individual barriers to 
advancement than males, mentoring relationships may be 
especially important.39 Mentors usually choose protégés 
that are similar to them based on race, gender, and personal 
interests. This is why women are not first to be chosen by 
mentors. Women are handicapped by the lack of informal 
contact with the mentors, stereotypes held by the mentors, 
and the concern about the public image of the 
relationship.40 
37G. K. Baruch, L. Biener, and R. C. Barnett, "Women 
and Gender in Research on Work and Family Stress," Journal 
of American Psychologist 42 (1987): 133. 
38
T. COX and S. Nkomo, "Invisible Men and Women: A 
Status Report on Race as a Variable in Organizational 
Behavior Research," Journal of Organizational Behavior 11 
(1990): 4. 
39Ibid., 6. 
40B. R. Agins, "Arrivers to Maundering: The Female 
Manager's Dilemma," Human Relations 42 (1989): 13. 
18 
Women and Stress 
Most studies have failed to examine gender difference 
in work stress. In fact, most of the research has failed to 
include women in the sample.41 The literature on source of 
stress suggest that working women in the same employment 
situation may experience different stressors such as more 
physical and emotional distress than men.42 Professional 
women reported that the more stressed out by contradictory 
job demands, irregular work pace, and a lack of influences 
on scheduling.43 
Managerial women usually reported stress with jobs 
characterized by a lack of control, and access to power and 
resources.44 Marital and parental status and age have all 
been found to interact with certain predictors of stress. 
Multiple role demand result in health problems for married 
women under the age of forty with children, but multiple 
roles for women without children or women over forty with 
41R. J. Burke, "The Present and Future Status of Stress 
Research," Journal of Organizational Behavioral Management 8 
(1986): 668. 
42E. R. Greenglass, "Stress and Structural Factors: 
Implications for Women," paper presented at the 22nd 
International Congress of Applied Psychology meeting, Kyoto, 
Japan, 1990, 3. 
43Ibid., 15. 
44K. Kelly and D. Streeter, "The Roles of Gender in 
Organizations," Issues Theory and Practice in Industrial 
Qr.g.a.nigati.Qn,a.l Psychology 13 (1992): 305. 
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children enhanced overall health.45 The primary reasons 
why women may experience more stress than men are: women 
reenter the workforce; husband may be unemployed and 
financial problems exist; poor work conditions; lack of 
support from family and friends; women individual 
development; conflicting role demands; consensus between her 
and her spouse about decisions to work; role sharing, 
quality and satisfaction with quality of time available for 
primary role responsibilities. Low levels of leadership, 
responsibility, autonomy and time flexibility among women in 
the workforce appear to result in lower job satisfaction and 
organizational commitment and a high intention to leave 
among females.46 
Supporting evidence demonstrates that the more women 
underutilize their skills, they are more likely to suffer 
from job dissatisfaction, anxiety, depression, psychosomatic 
symptoms, and turnover.47 
Women suffer from social isolation because they are 
more likely than men to be in the token position in the 
organization.48 Other stressful effects to the social 
isolation of females include role ambiguity, the lack of 
4SIbid., 307. 
46Ibid., 320. 
47Greenglass, "Stress and Structural Factors: 
Implications for Women," 4. 
48Ibid., 56. 
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same gender role models and the unavailability of mentors, 
exclusion from "old boy" networks, and the unwillingness of 
men to share job-related information with women. 
Based on the literature provided about women and 
stress, it appears that women are in danger of potential 
stressors in the workplace. Therefore, women are good 
candidates for experiencing more stress in a mental health 
setting in comparison to men. 
Overview of Major Theoretical Orientation 
Hartmen defined the Ecological Perspective as: 
a understanding of events and behaviors in the 
context of the many influences and variables 
that impact upon and have a part in the 
production of those events and behaviors. It 
encourages us to focus on the adaptive balance 
that may exist between living things and their 
environment. It leads us to understanding and 
evaluate events and human responses in term of 
their contribution to adaptation, integration 
and differentiation.49 
The Ecological Perspective will be used because it 
deals with the transactions between people and their 
environment, stress, adaption, reciprocity, mutuality, and 
coping. It also considers growth, development, identity, 
competence, autonomy, and relatedness. 
To understand potential job stressors an individual 
must consider contributing factors such as: role overload, 
irregular work pace, lack of scheduling, heavy workload, 
49B. P. Early, "An Ecological-Exchange Model of Social 
Work Consultation Within the Work Group of the School," 
Social Work in Education 14 (1992): 207-214. 
21 
time pressure, decision making and evaluation criteria. The 
Ecological Perspective is effective in demonstrating how the 
interaction of environment, family, and friends determines 
one's practice of preventive behaviors. 
Definition of Terms 
Burnout is formally defined and subjectively 
experienced as a state of emotional, physical, and mental 
exhaustion caused by long term involvement in situations 
that are emotionally demanding. 
Hental Illness is defined as an impaired psychosocial 
or cognitive functioning due to disturbance in any one or 
more of the following processes: biological, chemical, 
psychological, genetic, social, or environmental. 
Social Support is a feeling of belonging to and of 
being esteemed by a group significant. 
Stress is formally defined as a mental or emotional 
pressure. 
Statement of Hypothesis 
To guide this research, the following hypothesis has 
been formulated: 
Ql: Will women in the workplace experience more 
potential stressors in comparison to men in the workplace? 
Hx: There will be a significant difference between 





This is an exploratory descriptive study. This 
research design is utilized to gather data or facts in area 
of inquiry where very little is already known. Also, 
descriptive design provides detailed information about the 
interrelationship of certain variables. It can link two 
variables and establish correlations.1 
Setting 
The setting for this study was the West Fulton Mental 
Health Center which is located in southwest Atlanta. The 
Center provides mental health services to predominately 
African American population. All of the respondents were 
employed at West Fulton Mental Health Center for at least 
one year and were picked randomly from the Mental Health 
Center. 
^enry Wechster, Helen Z. Reihirz, and Donald D. 
Dobbin, Social Work Research in Human Services (New York: 
Human Sciences Press, 1981), 43. 
22 
Sampling 
A nonprobability convenience sampling was used in 
23 
this study. Participants were between the ages of 36-55. 
The population consists of social workers, nurses, 
counselors, psychologists, and pharmacists. The population 
were African Americans and Caucasians. 
Data Collection Procedures 
The respondents rated each adjective based on how 
they felt about the adjective. The positive adjective, 
double plus (++) and plus (+) ratings are scored one (1) and 
the question mark (?) and minus (-) ratings are scored zero 
(0). For the negative adjective, the question mark and 
minus ratings are scored one (1) and the plus and double 
plus ratings are scored zero (0). The stress scale consists 
of eight negative adjectives (2, 3, 15, 21, 22, 25, 27, 28), 
and ten positive stress adjectives (1, 5, 6, 9, 10, 11, 12, 
13, 18, 23). The scores are negative and positive 
adjectives. Stress scores range from 0 to 18. The higher 
scores reflect more stress. 
The questionnaire utilized in the study is one in 
which the researcher found while investigating the level of 
stress. The questionnaire has thirty-six (36) questions 
related to stress. The question in general asked about how 
one felt and how things were going in the past six months. 
Since there were no right or wrong answers, it was 
advised to answer each question quickly without pausing too 
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long on any question. Each participant was told that the 
stress test will be confidential and if they wanted to find 
out their results, they could write and request their 
results. 
The respondents self-administered the questionnaire 
within 15-20 minutes and returned the questionnaire to the 
researcher the same day it was handed to them. Reliability 
data was not available. Validity was shown by correlating 
with various physiological measures. 
Data Analysis 
The method of analysis that compared this study 
consisted of Descriptive Statistics. The Descriptive 
Statistics in this study included frequency and percentages 
and a T-test to determine a significant difference among 
women and men stress level in the workplace. The data 
obtained in this study was coded into a computer and 
analyzed by the use of the statistical computer program, 
Statistical Package for the Social Sciences. 
CHAPTER FOUR 




Responses Frequency Percentage 
Male 15 50.0 
Female 50.0 
Total 30 100.0 
Frequency indicated that there were 15 males and 15 
females in the study. Percentages indicated that 50% were 







Male Female Male Female 
Caucasian 2 2 13.3 13.3 
African-American 13 13 86.7 86.7 
Hispanic 0 0 0.0 0.0 
Asian 0 0 0.0 0.0 
Other _Q _o  o.o  0^4 
Total 15 15 100.0 100.0 
Frequency indicated 2 Caucasian males and 13 African 
American males. Females represented 2 Caucasian females and 
13 African American females in this study. Percentages 
include 13.3% Caucasian males and 86.7% African American 
males. Females represent 13.3% Caucasian females and 86.7% 
African American females were not relaxed. Females 







Male Female Male Female 
24 - 35 0 3 0.0 20.0 
36 - 55 15 10 100.0 66.7 
56 - 65 0 2 0.0 13.3 
65 or Over _o _o  Q^o Q,Q 
Total 15 15 100.0 100.0 
Frequency indicated all 15 males were between the 
ages of 24-35. Females included 3 between the ages of 24- 





Responses Male Female Male Female 
Elementary 0 0 0.0 0.0 








College 0 0 0.0 0.0 
Masters 12 9 80.0 60.0 
Ph.D. _3 _6 20._Q 40.0 
Total 15 15 100.0 100.0 
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Frequency indicated that 12 males had Masters and 
3 had Ph.D. Females had 9 masters and 6 had Ph.D. 
Percentages indicated that 80% of males had masters and 20% 






Male Female Male Female 
Never Married 0 0 0.0 0.0 
Married 10 9 66.7 60.0 
Separated 0 0 0.0 0.0 
Widowed 1 2 6.7 13.3 
Divorced _4 _4 26.7 26,7 
Total 15 15 100.0 100.0 
Frequency indicated that 10 males were married, 
1 widowed, and 4 divorced. Females indicated 9 were 
married, 2 were widowed, and 4 were divorced. Percentages 
indicate 66.7% men were married, 6.7% were widowed, and 
26.7% were divorced. Females indicated that 60% were 





Responses Male Female Male Female 
Yes 14 15 93.3 100.0 
No _1 _o 6.7 0.0 
Total 15 15 100.0 100.0 
Frequency indicated that 14 males had chidden and 
1 male never had children . All 15 females had children. 
Percentages indicated 93. 3% of males had children and 6.7% 
never had children. Females represented 100%. 
TABLE 7 
TENSE 
(N = 30) 
Frequency Percentaqe 
Responses Male Female Male Female 
Double Plus (++) 0 9 0.0 60.0 
Plus (+) 3 6 20.0 40.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 12 _Q 90tP 0.0 
Total 15 15 100.0 100.0 
Frequency indicated that 3 males felt more or less 
tense and 12 were not tense. Females indicated that 9 felt 
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tense and 6 felt more or less tense. Percentages indicated 
that 20% of the males felt more or less tense and 80% were 
not tense. Females indicated 60% felt tense and 40% felt 
more or less tense. 
TABLE 8 
RELAXED 
(N - 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 0 0.0 0.0 
Plus (+) 2 3 13.3 20.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) -11 _12  86,7  80.0 
Total 15 15 100.0 100.0 
Frequency indicated that 2 males felt more or less 
relaxed and 13 were not relaxed. Females indicated that 3 
felt more or less relaxed and 12 were not relaxed. 
Percentages include 13.3% males felt more or less relaxed 
and 86.7% were not relaxed. Females indicated that 20% felt 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 5 7 33.3 46.7 
Plus (+) 10 4 66.7 26.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _o _4  Q^SL 26.7 
Total 15 15 100.0 100.0 
Frequency indicated 5 males felt restful and 10 felt 
more or less restful. Females indicated that 7 females felt 
restful, 4 felt more or less restful and 4 were not restful. 
Percentages indicated that 33.3% males felt restful and 
66.7% felt more or less restful. Females indicated that 
46.7% felt restful, 26.7% felt more or less restful, and 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 13 15 86.7 100.0 
Plus (+) 2 0 13.3 0.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _0 _Q Qf.O 0.0 
Total 15 15 100.0 100.0 
Frequency indicated that 13 males felt active and 2 
felt more or less active. Females indicated that all 
females were active. Percentages indicated that 86.7% felt 
active and 13.3% felt more or less active. Females 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 2 0 13.3 0.0 
Plus (+) 11 6 73.3 40.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-)  2 _9 1.3-T 3 60.0 
Total 15 15 100.0 100.0 
Frequency indicated that 2 males felt apprehensive, 
11 felt more or less apprehensive, and 2 were not 
apprehensive. Females indicated that 6 felt more or less 
apprehensive and 9 were not apprehensive. Percentages 
indicated that 13.3% males felt apprehensive, 73.3% felt 
more or less apprehensive, and 13.3% were not apprehensive. 
Females indicated that 40% felt more or less apprehensive 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 3 0.0 20.0 
Plus (+) 2 5 13.3 33.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 11 JL 35 »? 46.7 
Total 15 15 100.0 100.0 
Frequency indicated that 2 males felt more or less 
worried and 13 felt not worried. Females indicated that 3 
felt worried, 5 felt more or less worried, and 7 felt not 
worried. Percentages indicated 13.3% felt more or less 
worried and 86.7% were not worried. Females indicated that 
20% felt worried, 33.3% felt more or less worried, and 46.7% 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 3 0 20.0 
Plus (+) 15 5 100.0 33.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _û _2  0^0 45.7 
Total 15 15 100.0 100.0 
Frequency indicated that all 15 males felt energetic. 
Females indicated that 3 females felt energetic, 5 felt more 
or less energetic, and 7 were not energetic. Percentages 
indicated that 100% males felt energetic. Females indicated 
that 20% felt energetic, 33.3% felt more or less energetic, 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 0 0.0 0.0 
Plus (+) 0 2 0.0 13.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 12 12 -QQ..J2 8 6,.? 
Total 15 15 100.0 100.0 
Frequency indicated that all 15 males were not 
drowsy. Females indicated that 2 felt more or less drowsy 
and 13 were not drowsy. Percentages indicated that 100% of 
males were not drowsy. Females indicated that 13.3% felt 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 9 5 60.0 33.3 
Plus (+) 6 7 40.0 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _Q _2 0.0 20.0 
Total 15 15 100.0 100.0 
Frequency indicated that 9 males felt bothered and 6 
felt more or less bothered. Females indicated 5 felt 
bothered, 7 felt more or less bothered, and 3 were not 
bothered. Percentages indicated that 60% of males felt 
bothered and 40% felt more or less bothered. Females 
indicated that 33.3% felt bothered, 46.7% felt more or less 




(N = 30) 
Frequency Percentage 
Responses Male Female Male Female 
Double Plus (++) 0 5 0.0 33.3 
Plus (+) 4 7 26.7 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 11 _3 73.3 -2.Q.1 -0 
Total 15 15 100.0 100.0 
Frequency indicated that 4 males felt more or less 
uneasy and 11 were not uneasy. Females indicated that 5 
felt uneasy, 7 felt more or less uneasy, and 3 were not 
uneasy. Percentages indicated that 26.7% males felt more or 
less uneasy and 73.3% were not uneasy. Females indicated 
that 33.3% felt uneasy, 46.7% felt more or less uneasy, and 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 0 0.0 0.0 
Plus (+) 3 4 20.0 13.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 12 11 3Q-1-Q -7.3 ,..3 
Total 15 15 100.0 100.0 
Frequency indicated that 3 males felt more or less 
dejected and 12 were not dejected. Females indicated that 4 
felt more or less dejected and 11 were not dejected. 
Frequency indicated that 20% males felt more or less 
dejected and 80% were not dejected. Females indicated that 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 0 0.0 0.0 
Plus (+) 0 4 0.0 26.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 15. 11 100.0 73 8.3 
Total 15 15 100.0 100.0 
40 
Frequency indicated that all 15 males were not 
nervous. Females indicated that 4 females felt more or less 
nervous and 11 were not nervous. Percentages indicate that 
100% of men were not nervous. Females indicated that 26.7% 
felt more or less nervous and 73.3% were not nervous. 
TABLE 19 
DISTRESSED 
(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 9 0.0 60.0 
Plus ( + ) 2 3 13.3 20.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 12 _3 86.7 ■3Q-,.Q 
Total 15 15 100.0 100.0 
Frequency indicated that 2 males felt more or less 
distressed and 13 felt not distressed. Females indicated 
that 9 felt distressed, 3 felt more or less distressed, and 
3 were not distressed. Percentages indicated that 13.3% 
males felt distressed and 86.7% were not distressed. 
Females indicated that 60% felt distressed, 20% felt more or 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 5 5 33.3 33.3 
Plus (+) 10 7 66.7 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _o  2.  0^0 ... 2.Q » P 
Total 15 15 100.0 100.0 
Frequency indicated that 5 males felt vigorous and 10 
felt more or less vigorous. Females indicated that 5 felt 
vigorous, 7 felt more or less vigorous and 3 were not 
vigorous. Percentages included 33.3 males felt vigorous and 
66.7% felt more or less vigorous. Females indicated that 
33.3% were vigorous, 46.7% felt more or less vigorous, and 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 14 2 93.3 13.3 
Plus (+) 1 7 6.7 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _0 6 0.0 40.0 
Total 15 15 100.0 100.0 
Frequency indicated that 14 males felt peaceful and 1 
male did not feel peaceful. Females indicated that 2 felt 
peaceful, 7 felt more or less peaceful, and 6 were not 
peaceful. Percentages indicated that 93.3% males felt 
peaceful and 6.7% male did not feel peaceful. Females 
indicated that 13.3% felt peaceful, 46.7% felt more or less 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 5 0.0 33.3 
Plus (+) 4 8 26.7 53.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 11 _2 73.3 
Total 15 15 100.0 100.0 
Frequency indicated that 4 males felt more or less 
tired and 11 were not tired. Females indicated that 5 felt 
tired, 8 felt more or less tired, and 2 were not tired. 
Percentages indicated that 26.7% males felt more or less 
tired and 73.3% were not tired. Females indicated that 
33.3% felt tired, 53.3% were more or less tired, and 13.3% 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 0 0.0 0.0 
Plus (+) 5 2 33.3 13.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 10 11 66.7 86.7 
Total 15 15 100.0 100.0 
Frequency indicated 5 males felt more or less idle 
and 10 were not idle. Females indicated that 2 felt more or 
less idle and 13 were not idle. Percentages indicated that 
males felt 33% idle and 66.7% felt more or less idle. 
Females indicated that 13.3% felt more or less idle and 
86.7% were not idle. 
TABLE 24 
UP-TIGHT 
(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 11 0.0 73.3 
Plus (+) 6 3 40.0 20.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _9 _1 60.0 6.7 
Total 15 15 100.0 100.0 
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Frequency indicated that 6 males felt more or less 
up-tight and 9 were not up-tight. Females indicated 11 felt 
up-tight, 3 felt more or less up-tight, and 1 were not 
up-tight. Percentages indicated that 40% of males felt more 
or less up-tight and 60% were not up-tight. Females 
indicated that 73.3% felt up-tight, 20% felt more or less 
up-tight, and 6.7% were not up-tight. 
TABLE 25 
ALERT 
(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 15 13 100.0 86.7 
Plus (+) 0 2 0.0 13.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _o _0 0 f-Q Q.Q 
Total 15 15 100.0 100.0 
Frequency indicated that all 15 males felt alert. 
Females indicated that 13 felt alert and 2 were more or less 
alert. Percentages indicated that 100% of males felt alert. 
Females indicated that 86.7% felt alert and 13.3% were more 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 10 4 66.7 26.7 
Plus (+) 5 7 33.3 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _o _!  o.o 36,7 
Total 15 15 100.0 100.0 
Frequency indicated that 10 males felt lively and 5 
were not lively. Females indicated that 4 felt lively, 7 
felt more or less lively, and 4 were not lively. 
Percentages indicated that 66.7% of males felt lively and 
33.3% were not lively. Females indicated that 26.7% felt 





(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 4 2 26.7 13.3 
Plus (+) 9 7 60.0 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _2 6 13.3 40.0 
Total 15 15 100.0 100.0 
Frequency indicated that 4 males felt cheerful, 9 
felt more or less cheerful, and 2 were not cheerful. 
Females indicated that 2 felt cheerful, 7 felt more or less 
cheerful, and 6 were not cheerful. Percentages indicated 
that males felt 26.7% cheerful, 60% felt more or less 
cheerful, and 13.3% were not cheerful. Females indicated 
that 13.3% felt cheerful, 46.7% were more or less cheerful, 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 13 5 86.7 33.3 
Plus (+) 2 7 13.3 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _0 _2  Quo 20.0 
Total 15 15 100.0 100.0 
Frequency indicated that 13 males felt contented and 
2 felt more or less contented. Females indicated that 5 
felt contented, 7 felt more or less contented, and 3 were 
not contented. Percentages indicated that 86.7% males felt 
contented and 13.3% were more or less contented. Females 
indicated that 33.3% felt contented, 46.7% felt more or less 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 2 4 13.3 26.7 
Plus (+) 11 6 73.3 40.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _2 _5 13.3 33.3 
Total 15 15 100.0 100.0 
Frequency indicated that 2 males felt jfttery, 11 
felt more or less jittery, and 2 were not jittery. Females 
indicated that 4 felt jittery, 6 felt more or less jittery, 
and 5 were not jittery. Percentages indicated that 13.3% 
males felt jittery, 73.3% felt more or less jittery, and 
13.3% were not jittery. Females indicated that 26.7% were 





(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 2 0.0 13.3 
Plus (+) 2 6 13.3 40.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 11 JL 86.7 -46^7 
Total 15 15 100.0 100.0 
Frequency indicated that 2 males felt more or less 
sluggish and 13 were not sluggish. Females indicated that 2 
felt sluggish, 6 felt more or less sluggish, and 7 were not 
sluggish. Percentages indicated that males felt 13.3% 
sluggish, and 86.7% were not sluggish. Females indicated 
that 13.3% felt sluggish, 40% felt more or less sluggish, 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 9 4 60.0 26.7 
Plus (+) 6 9 40.0 60.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _0 _2 0.0 13,3 
Total 15 15 100.0 100.0 
Frequency indicated that 9 males felt pleasant and 6 
were more or less pleasant. Females indicated that 4 felt 
pleasant, 9 felt more or less pleasant, and 2 were not 
pleasant. Percentages indicated that 60% males felt 
pleasant and 40% felt more or less pleasant. Females 
indicated that 26.7% felt pleasant, 60% were more or less 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 0 3 0.0 20.0 
Plus (+) 1 2 6.7 13.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) 14 10 93.3 ■6.6.? 
Total 15 15 100.0 100.0 
Frequency indicated that 1 male felt sleepy and 14 
were not sleepy. Females indicated that : 3 were sleepy, 2 
felt more or less sleepy, and 10 were not sleepy. 
Percentages indicated that 6.7% males felt sleepy and 93.3% 
were not sleepy. Females indicated that ; 20% felt sleepy, 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 15 11 100.0 73.3 
Plus (+) 0 3 0.0 20.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _o _1 0.0 -- è.t.7 
Total 15 15 100.0 100.0 
Frequency indicated that all 15 males felt 
comfortable. Females indicated that 11 felt comfortable, 3 
were more or less comfortable, and 1 did not feel 
comfortable. Percentages indicated that 100% of males felt 
comfortable. Females indicated that 73.3% felt comfortable, 





(N = 30) 
Frequency Percentage 
Responses Male Female Male Female 
Double Plus (++) 12 11 80.0 73.3 
Plus (+) 3 2 20.0 13.3 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) . _fl  0^0 13.3 
Total 15 15 100.0 100.0 
Frequency indicated that 12 males felt calm and 3 
felt more or less calm. Females indicated that 11 felt 
calm, 2 felt more or less calm, and 2 were not calm. 
Percentages indicated that 80% males felt calm and 20% were 
more or less calm. Females indicate that 73.3% felt calm, 




(N = 30) 
Responses 
Frequency Percentage 
Male Female Male Female 
Double Plus (++) 4 7 26.7 46.7 
Plus (+) 9 5 60.0 33.0 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _2 _3 11* .3 20.0 
Total 15 15 100.0 100.0 
Frequency indicated that 4 males felt stimulated, 9 
felt more or less stimulated, and 2 were not stimulated. 
Females indicated 7 felt stimulated, 5 felt more or less 
stimulated, and 3 were not stimulated. Percentages 
indicated that 26.7% males felt stimulated, 60% felt more or 
less stimulated, and 13.5% were not stimulated. Females 
indicated that 46.7% felt stimulated, 33.3% felt more or 




(N = 30) 
Frequency Percentage 
Responses Male Female Male Female 
Double Plus (++) 0 3 0.0 20.0 
Plus (+) 15 7 100.0 46.7 
Question Mark (?) 0 0 0.0 0.0 
Minus (-) _o _5 0.0 33,3 
Total 15 15 100.0 100.0 
Frequency indicated that all 15 males felt activated. 
Females indicated that 3 felt activated, 7 felt more or less 
activated, and 5 were not activated. Percentages indicated 
that 100% males felt activated. Females indicated that 20% 
felt activated, 46.7% felt more or less i activated, and 33.3% 





MALE AND FEMALE 
CHECKLIST 
Mean SD df p T-test 
Male 8.6 2.36 28 .05 3.10* 
Female 11.5 2.23 
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The hypothesis was accepted at .05 level of 
significance and women did experience a higher stress level 
in comparison to men in the workplace. 
CHAPTER FIVE 
CONCLUSION AND SUMMARY 
The results of this study revealed that more females 
were not married but had children. This can contribute to 
multiple roles for mothers because they are responsible for 
doing everything (in the home/workplace). On the other 
hand, males are primarily responsible for activities in the 
workplace. Females showed a 60% tense level that could be a 
contributing factor in multiple roles. However, 100% of 
females felt active and it could also stem from multiple 
roles that mothers play. Maybe if women exercised they 
would be more energetic and experience less stress. 
Males indicated that 100% were energetic and they had 
less stress roles, which supports the reason why 86.7% men 
felt distressed. The fact that single women were raising 
children and men were not could be a contributing factor to 
why females felt 13.3% peaceful and men felt 93.3% peaceful. 
This research study has identified a significant 
relationship between women and stress in the workplace. The 
research hypothesis was accepted at the .05 significant 
level. The findings were consistent with previous studies 
found in Chapter Two, which indicated that women in the 
professional workplace experience higher levels of stress in 
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comparison to men because of gender, gender role, overload, 
irregular work pace, lack of scheduling, heavy workload, 
time pressure, decision making, and evaluation criteria. 
The findings of frequency distributions indicated 
that women were experiencing higher levels of stress in 
comparison to men. Therefore, the hypothesis revealed that 
women experience higher levels of stress in the workplace. 
Also, the research study has proven that women are under 
extreme amounts of stress and the workplace is full of 
potential stressors. 
Professionals in the workplace can benefit greatly 
from knowing major sources of stress. The implication of 
job stress will increase even more as we enter the year 2000 
because women are gaining in the workforce. However, the 
workplace must be aware of potential stressors that affect 
the environment and take preventive measures to ensure a 
healthy work environment. 
Limitation of the Study 
There were two major limitations associated with this 
study, even though the hypothesis was supported and 
accepted. One potential problem was low statistical power 
due in the small sample size. There were only 30 
respondents (15 women and 15 men), the sample was not large 
enough to represent all professions in a mental health 
setting. Therefore, it would be unfair to say a sample of 
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30 people can determine that women experience more stress in 
comparison to men in the workplace. 
The final limitation is the African American 
population, which consists of 86.7%. It would be difficult 
to say women experience more stress based upon a predominate 
Black population. Maybe if there were more White females or 
males the hypothesis may have been rejected but we will 
never know because the researcher used a population of 86.7% 
African American. 
Suggested Research Direction 
Future research should focus on current studies to 
determine potential stressor in the workplace. Also 
prevention classes should be implemented to ensure a 
healthier and positive work environment to prevent stress 
from occurring. Finally professionals should have benefit 
plans that allow them the opportunity to seek treatment to 
decrease or prevent stress in the workplace. It is very 
important that professionals are working under less stress 
as possible in order to provide effective treatment to the 
patients they serve. 
CHAPTER SIX 
IMPLICATIONS FOR SOCIAL WORK PRACTICE 
Stress can affect a person emotionally and physically 
in the workplace. Stress can cause an individual to quit 
their job or remain working in an unhealthy environment. It 
has been proven in the research that women are experiencing 
higher levels of stress in comparison to men. 
As professional social workers, it is extremely 
important to recognize potential stressors in the workplace 
because the field is dominated by women who share the same 
stressful experiences described in this study. Social 
workers are carrying large caseloads of patients and it will 
be very difficult to provide effective treatment if social 
workers are experiencing stress in the workplace. 
Social workers are human and can experience stress. 
Therefore, they need to provide prevention classes that 
would educate and inform social workers about potential 
stressors. Also, social workers should monitor their stress 
level on a weekly basis which would allow them to be in 
control of their stress. However, stress days should be 
implemented in their benefit plan so social workers can take 
time off to deal with their stress and return to work to 
provide quality services to their patients. 
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Most importantly, mental health settings should 
always have a therapist on duty that can provide support and 
treatment to professionals during their time of crisis. The 
on duty therapist can use Crisis Intervention Therapy, 
Stress-Inoculation Training and a host of other treatments 
to keep social workers functioning in a healthy environment. 
Finally, social workers should keep in mind the 
Ecological Perspective, "person-in-environment". Once you 
are aware of your environment you can bring about change to 
keep the workplace a healthier place to work. 
Social work is a helping profession and how can they 
help others if they are not willing to help themselves. 
Remember stress does not discriminate and just because you 




CLARK ATLANTA UNIVERSITY 
APPENDIX A 
LETTER TO STUDY PARTICIPANTS 
To All Participants of this Study: 
I an a graduate student in the Clark Atlanta 
University School of Social Work. I am conducting a study 
on The Levels of Stress Among Women Compared to Men in a 
Mental Health Setting. I would appreciate your cooperation 
in answering the attached questionnaire as part of this 
study. Any information that you provide will be connected 
to the Clark Atlanta School of Social Work. 
The data obtained by this study will be analyzed and 
placed into a research paper. The information requested in 
this study is very important to the profession of Social 
Work. 
If you have any questions about this study, or if you 
would be interested in reading the results of this study, 
please feel free to contact me by telephone or letter. 
Sincerely, 
Felicia L. Handcock 
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What is your race? 
a. Caucasian 
b. African American 
c. Hispanic/Latino-American 
d. Asian American 
e. Other (please specify)   
What is your age? 
a. 24 - 35 
b. 36 - 55 
c. 56 - 65 
d. Over 65 
What is your highest 
completed? 
a. Elementary 
b. High School 
c. College (some) 
d. Masters 
e. Ph.D. 
What is your marital status? 





Do you have any children? 





The words below describe your feelings and mood. Please use 
this list to describe your feelings at this present time. 
If the word describes your feelings, circle the double plus 
(++). If the word more or less describes your feelings 
circle the plus (+). If you do not understand the word, or 
you can not decide whether or not it describes how you feel, 
circle the question mark. If the word does not describe the 
way you feel, circle the minus (-). 
First reactions are most reliable; therefore do not spend 
too long thinking about each word. Please be as honest and 
accurate as possible. 
7. Tense ++ + 7 - 
8. Relaxed ++ + 7 - 
9. Restful ++ + 7 - 
10. Active ++ + ? - 
11. Apprehensive ++ + ? - 
12. Worried ++ + ? - 
13. Energetic ++ + 7 - 
14. Drowsy ++ + 7 - 
15. Bothered ++ + 7 - 
16. Uneasy ++ + 7 - 
17. Dejected ++ + 7 - 
18. Nervous ++ + 7 - 
19. Distressed ++ + 7 - 
20. Vigorous ++ + ? • - 
21. Peaceful ++ + 7 - 
22. Tired ++ + 7 - 
23. Idle ++ + 7 - 
24. Up-tight ++ + 7 - 
25. Alert ++ + 7 - 
26. Lively ++ + 7 - 
27. Cheerful ++ + 7 - 
28. Contented ++ + 7 - 
29. Jittery ++ + ? • - 
30. Sluggish ++ + 7 - 
31. Pleasant ++ + 7 - 
32. Sleepy ++ + 7 - 
33. Comfortable ++ + 7 - 
34. Calm ++ + 7 - 
35. Stimulated ++ + 7 - 
36. Activated ++ + 7 - 
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